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Reviewing progress 

 

To recap briefly the previous 2 articles dealt with developing an HR strategy that was linked 

to the business strategy and operationalising the strategy through an HR service delivery 

model providing a framework or context. 

 

The below action plan turned paper goals into real time results. With any strategy, the 

execution thereof is vital for the life blood of the strategy. This means making it happen not 

letting it happen. For most new HR strategies it is the alignment between people and business 

strategy and requires implementation initiatives in the areas as itemised below in a planned, 

sequenced approach. People are the greatest cost of most businesses and their greatest asset. 

 

 

The importance of a communication and change management plan backing up an 

implementation should not be underestimated. Message, media, channels and most 

importantly the effectiveness of the message conveyed must be taken at regular intervals. 

 

A budget for implementation must be determined. When compiling the budget care must be 

taken to identify essential initiatives and the merely ‘nice to haves’. 

 

In this implementation, management conferences, branch visits, road shows, email, team 

meetings and EXCO meetings were used.  An effective tool was choosing a different section 

of the company to conduct pilots in causing involvement of various pockets of staff. 

 

 

 

 

 

 



 
Schematic representation of the implementation plan 

 

15 months later as they say hindsight is a wonderful thing. Would I have done anything 

differently? Yes I should have focused my energies initially on getting all the key 

stakeholders on board from day one. I can honestly say the big difference is having all the 

stakeholders on board from day one, because I did not have this it slowed down 

implementation considerably. Is it possible to scale the model down and simplify it for a 

smaller company? Yes it definitely is. The basic tenets of Dave Ulrich’s model are easily 

translatable no matter what the industry or the size of the company. Its appeal is universal and 

timeless. It takes the guesswork out of human resourcing and unlocks the potential of the 

existing workforce and enables us to recruit new staff according to higher performance 

standards. The second most important person in an organisation today next to the CEO is the 

HR director in the words of Jack Welsch; and organisations today would be wise to recognise 

and capitalise on this. Put simply it is realising the value of people.  

 


